Abstract
Introduction
The problem is that in Limpopo and Mpumalanga Provinces of South Africa principals and teachers' professional developments is a challenge. The question which this article seeks to understand is how are school principals and teachers developed? According to Clarke (2012) , effective teams do not simply happen; they are developed by careful selection and good leadership. There are five types of teacher developments, namely: individually guided staff development; observation/assessment; involvement in a development/improvement process; training; and inquiry. In most cases teacher development is not properly done in schools (Sparks and Loucks-Horsley (1990) . In this article the word teacher and educator will be used interchangeably. Teachers often enter the teaching profession with insufficient understanding of or experience with the diverse characteristics and needs of children in the geographic regions outside their university location (Hickey and Lanahan, 2012, p.171) . Teachers cannot be trained once and for all. They need constant updating in new technology, pedagogic improvement and personal leadership development (Tomlinson, 1997, p.111) . Professional development in this context refers to the principal when they update individual knowledge, skills, application of knew strategies and changes as well as improving their teachers' expertise. It is for individuals or groups with like needs identified by them or the school is career-orientated or personal and is longer term (Tomlinson, 1997, p. 27) .
In the past teacher preparation programs have historically focused on management skills (e.g., planning, strategic leadership, and financing; which are necessary but insufficient for meeting the adaptive challenges leaders of all kinds face in today's world. Instead, programs need a more holistic focus, one that also includes relational learning that is, a focus on building relationships), collaborative leadership, and reflective practice, and leaders must understand the nature of adult learning, the social-emotional dimension of leadership, adult development, and how to support these among adults in schools (Drago-Severson, Maslin-Ostrowski, & Hoffman, 2012, p.48) . Professional development in this context refers to the principal when they update individual knowledge, skills, application of knew strategies and changes as well as improving their teachers' expertise.
Method
Fifteen primary schools were used as research sites in the Limpopo and Mpumalanga Provinces. Qualitative approach was used in investigating the principal-teacher development strategies in primary schools. In qualitative approach the researcher relies on the views of participants; asks broad and general questions; collects data consisting largely of words or texts from participants; describes and analyses these words or themes and conducts the inquiry in a subjective, biased manner (Creswell, 2008, p.46) . Desk top research, interviews using a tape-recorder and shadowing was done. Interviews were conducted with the principals of the fifteen schools and a questionnaire was completed by educators in the selected schools.
The Role of the Principal
School leaders remain of crucial importance for continued improvement of education. Within schools that are learning organisations evolve new types of relationship between students, teachers and leaders based around a reasonably common set of characteristics that include a trusting and collaborative climate, a shared and monitored mission, taking initiatives and risks, and on-going, relevant professional development (Mulford, 2003, p.2) .
In understanding the principal teacher development strategies one need to ask "What is the leadership role of the principal?" In this article leadership is about providing direction, assuring alignment, building a commitment in educators and, facing adaptive challenges. Professional teaching is undermined by alternatives that avoid preparation for teachers because the defining features of a profession are that it is knowledge-based and client oriented. The knowledge professionals need in order to make sound decisions is transmitted through professional education and by initiation through supervised practice (Darling-Hammond, Wise, & Klein, 1998, pp.16-17) .
Principals are expected to be able to tolerate and cope with the inner conflict that arises between conflicting perceptions, needs, ideals, and duties of their schools. Each of us has our own unique set of skills, abilities and potential. Great leadership results are produced by maximizing our strengths. Overcoming competency gaps turbo-charges the use of these strengths (Hollweg, 2003, p.1-3) . Principals can rely on applied transformational leadership in empowering teachers to fulfil their contractual obligations, meet the needs of the school, and go beyond the "call of duty" for the betterment of their schools (Santamaria & Santamaria, 2012, p.3) .
Principals are expected to inspire, motivate, and appeal to teachers through an array of skills and behaviours, which communicate their value to their schools. They serve as role models to others, modelling the characteristics, behaviours, and actions that they seek from all the members of the staff. The benefits of this leadership style are that the leaders improve the bottom line, which occurs as employees regularly surpass expectations; morale is increased through leaders' efforts to fully integrate followers into the core functions of the institution. Transformational leadership has a moral imperative wherein leaders aim to destroy old ways of life to make way for new ways of life, while articulating vision and values to keep empowered followers on a unified path (Santamaria & Santamaria, 2012, p. 3). These leaders redistribute power to their followers regardless of culture.
Principal-teacher development leadership needs to be purposive, inclusive, values driven; and to promote an active view of learning. For the leadership to be relevant it must be futures oriented and strategically driven. It must be developed through experiential and innovative methodologies. It needs to be served by a support and policy context that is coherent and implementation driven. Lastly, it should be supported by a National College that leads the discourse around leadership for learning (Crow, 2004, pp.289-299) .
Findings
This part will be looking at the role of the principals in their own development; their role in the development of educators; and how do they help struggling educators? Each of the school's findings will be presented verbatim and separately. 
is that I do my own personal class visits I do not leave it to HODs only anymore because there was a time that I did it and I got complains from the parents asking me to move their children from one class to the next. When I asked why? They said that some teachers are not teaching while others are teaching. I spoke to the SMTs and the HOD and told them that you cannot be on page 1 7 and the teacher in your phase is on page 5 you are not on the same boat. That is when I started going to class. Unfortunately O can only do it for 2 weeks. The problem is that there are a lot of workshops during the beginning of the year, when February starts and it interferes with teaching and learning because you are away from the school. I am the IQMS cluster coordinator at schools. I must make sure that I start from home. I must sure that IQMS is implemented the was that it is supposed to -which is developmental. I tell them that it is not about 1% or 2% or 3% of money that is the focus at this school. The 1% is just an incentive to keep on working. The important thing is how I can get better, which areas

Conclusion
Principals develop themselves through workshops, donors' involvement; Internet; IQMS; teacher unions; universities (UNISA; UFS and University of Pretoria). They develop teachers by setting example, delegation, mentoring, coaching and motivation, SMTs and HODs involvement, through workshops, IQMS, and motivational speakers. Teacher development strategies used by some Mpumalanga and Limpopo schools are individually guided staff development, observation/assessment and training strategies in developing their teachers. The inquiry and teacher involvement in a development/improvement process is not used in both the provinces.
